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25X1 A9A 


AGENDA 
FOR THE 

CIA CAREER COUNCIL 



14 til Meetings Thursdays 10 November 1955s at 4:00 P, 
DC I Conference Room, Administration Building 


I,, Minutes of the 13 th Meeting; (attached) for approval, 

2 0 "Revised Personnel Promotion and Assignment Policies" 
dated 27 October 1955; (attached) for consideration , 


3 o "Revision of Table of Organisation to Reflect Manpower 
25X1 A Staffing and Develomentilequirements (Proposed Rsgula- 

1g.cn [» datedTP 7 October 1955; (attached) for 

cons id erat ion „ 


New business. 


t 
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25X1 A9A 


MIHUTES 
OF THE 

CIA CAREER COUNCIL 

13th Meeting, Thursday, 15 September 1955, ^OO p.m. 

DCI Conference Room, Administration Building 

Pre0ent! Member 

Lvman B. Kirkpatrick IG,Member 

D/CO, Member „ . 

tag DD/P, Alt. for DD/P, Member 

25X1 A9A D/TB ' “■*“ 

Reporter 

;iA9A I 1 

Guests 

Lawrence R. Houston, General Counsel 

bf Personnel 

Staff, Office of Training 

v1A9A , Of fice of Personnel 

dgt/3 - Fitness Report Task Force 
:e of Personnel 

Uniter Pforzheiraer , Legislative Counsel 

t/DD/P - Fitness Report Task Force 

A A9A SA/DD/I - Fitness Report Task Force 

John S. Warner, Deputy General Counsel 

1 . The minutes of the 12th Meeting of the CIA Career Council were 

approved as distributed. 

2 . Mr. Houston coranented on the following paragraphs of the minutes of 

the 12th Meeting; 

. *• ha, 5. iSSTmTS? 8 

“ S^fto^the Chief, Medical Staff, nhd the Ceheml Counsel. 

b. l*** 10 " 6 ' AU f° r ^e SlS 7 

C«rSe 8 ln e ^Snt'uiti ) the language'ea originally presented to 
the Career Couneilat its 12th Meeting on 9 September. 

c . l^o, (Missing Persona Legislation) - After discussion with the 


25X1 A9A 


25X1 A9A 
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Bureau of the Budget and the Department of Defease, CIA will support; the 
Department of Defense Bill but we will have our own Bill ready in case 
anything goes wrong at the last minute. 


nationals 

Personnel 


•?. } 4 x*.. pforssheitaer, in commenting on educational allowances for foreign 

i * 1 ■ i _ . < i « ■ . jtv ft » j l 


3.' 


stated that, after discussions with the Office of 
er's Office, the General. Counsel's opinion was that 


4 : ctv/iulmasju and the Cosnptrol. — - — , — - - 

the proposed legislation approved by the Career Council at its 12th meeting on 
September would cover those employees if desired. 


k. Item two on the agenda, "Status of Membership in the Career Staff, 
was noted. 


25X1A7B 


5. Item three on the agenda, preposed Retirement Legislation, which had 
been, held over for discussion from the last meeting, was presented to the Career 
Council by Mr. Warner . The proposal embodies that which was adopted in 1953 by 
the CIA Career Service Board, except that (a) the provision for double credit of 
service at an unhealthful post has been eliminated; (b) time and a half credit 
for overseas service would be retroactive to 18 September 19^7 L the Career 
Council confirmed the "starting date" as 18 September, not 20 September^/ ; (e) 
minimum voluntary retirement age would be reduced from 55 bo 50 years. 

6 . There were distributed to the members of the Career Council copies of 
a Staff Study, "Positions for Career Development Programs," dated 15 September, 
from the BD/Pers/FD, which contained a roster (Status of Positions as of 15 
September) of persons occupying Career Development positions . It was agreed 
that the recent establishment of ceiling controls should not be allowed to heaps* 
the Career Development Programs now underway nor the proper assignment of persona 
who have completed their programs. The BD/S end the D/Pers agreed to work out a 
solution to the current difficulties within the ceiling; established by the Del. 


7. There were distributed to the members of the Career Council copies of 
& staff Study, "Reinsurance of Voided Commercial Insurance Due to Action Taken 
fey Employees Under. Agency Orders," dated 15 September 1955, from the DD/Pers/PD 
end the Deputy General Counsel. The Career Council approved the recommendations, 
which were i (a) that this matter not be given further consideration, at this 
time, from the standpoint of proposed legislation; (b) that the General Counsel, 
seek necessary cX&rificals 1 021 with the Bureau of* Employees 1 Conpeftpetiou &&& the 
Comptroller General; (e) that the CIA Career Council approve the conclusions in 
principle and that this matter be referred to the General Counsel and the Office 
of Personnel for whatever further study is necessary. 


8. The proposed new Fitness Report ( item four oa the agenda! was pr esented 


o. lug pxvpuoisu TOW ^ WU 

25X1 AQA-hhP> mmbers of _ fchg Fitn ess Report Task Force, Messrs. _ 

The only controversial matter was whether or 


25X1 A9A 


not the 
It was agreed 


Fitness? Report should be shown to the employee being evaluated, 
that experience had shown that an Agency -wide policy on this matter was necessary . 
,cy 1 A M|\.| I reviewed the circumstances under which it might be unwise, operation* 

.oa supervisor to show a Fitness Report to the person being evaluated, 


ally, 


tor a 


- 2 - 
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especially in an overseas situation* It was recognized, however, that since the 
fall of 1952 it has been mandatory for the supervisor to discuss the evaluation 
with the subject . It was recommended and approved that the word "optional" be 
deleted from the instructions in Part I - Performance, and that "It is the policy 
of the Agency to show" be inserted. The Instructions in Part II - Potential re- 
main the same; this part of the Fitness Report would never be shown. In isolated 
instances, where circumstances exist which make it impractical operationally or 
otherwj.se to show the first part of the Fitness Report to the employee, the super- 
visor xs required to so state; however, when the circumstances are altered, the 
report must then be shown the employee . pShe instructions of Part I - Perform- 
ance, as finally revised, read as follows: "This report is designed to help you 
express your evaluation of your subordinate and to transmit this evaluation to 
your supervisor and senior officials. Organization policy requires that you in- 
form the subordinate where he sta nds with you. Completion of this report can help 
you prepare for a discussion with him of his strengths and weaknesses. It is also 
ocvh a policy that you show Part I of this report to the employee except 

25X1 A under conditions specified in Regulatio n | It is recommended that you read 

the entire form before completing any question. If this report is the IKITIAL 
REPORT on the employee, it MUST be conpleted and forwarded to the Office of Person- 
nel no s later than 30 days after the due date indicated in item 8 of Section A 
below. J It was also agreed that there would be added to Part II - Potential, 
the following: "Indicate the approximate number of wraths the rated emp loyee 

has been under your supervision. / ] " Mr. [of the Afc E Staff, repre- 25X1 A9A 

seating Dr. stated that in Ms opinion Dr. \ would have no 

objections to tnese minor revisions. 

25X1 A9A 25X1 A9A 

9» Item five on the agenda, "Possible Conflicts Between the CIA Career 
Service Plan and Statutory Rights of Veterans," and item six, "Summary Report of 
the Activities of the Career Services," were tabled for review at a future 
meeting. 

10. The meeting adjourned at 5:20 p.m. 


25X1 A9A 


CIA Career Council 
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10 Kovj 


bUBciECTs Revised Personnel Promotion and Assignment Policies 





D o 


j..he pei tlne nt features of the Agency * s present asslgnsa^-t policy 
\ pro vide;; ; 

As a rule^ . the employee 8 s graae will be no .higher than tha t author- 
ises for the position Which he occupies o ; 

Ac .employee may he assigned to a position of* higher grade than 
hie own a ' 

Toaporary assignment of employees to lower graded . jobs is author- 
.iz«30, under stipulated conditions Such assignments are limited tc 
one percent of the component 8 & cei ling ,- 


4c DISCUSSION ; 


ff >iie application. o£ existing .promotion policies* there are times when 
rt & requliamcsnt that a person must be perfonning higher grade duties tc 
be promoted runs counter to the. Agency* a need for flexibility in pro- 

1 * Bed vaue Agency # 12} willingness 

****%! ** 0) oompetiMv* evaluation of each mtib Jeet: 
Militiea and accomplishments with others at their grade level ?-r.rj in 

CareOT Service. Application of conventional position analysis 
.<juhniquas «o duties assigned to career employees sometimes results in 
denying them promotions %&en the evaluation of the job does not warrant 
...w upgrading and therefore cannot accommodate the promotion,, This is 
mat apt, to occur in overseas assignments when an individital cannot,' in 

totr b of ' d^T tS °t ASfW, ba reassigned (until he completes Ms 

2“f Jf to anotaer position which would accwamadate the promotion 

Jron in Headquarters 9 there are occasions in which individuals are so 

& jr°* oct °* operation that it U contrary to 
b68t ii f tv “ >esta to reassign them prematurely to other posi- 
tions of a.s.gher grade xn order to obtain promotion. Under any of these 
circumstanoeep it does not seem equitable for the Agency to delay or 

tnvh^h 61 ^"^ 0 ? 06 " S prc * l S tion aole;ibV because of the grade of the position 
in whlea ?,ae Agency needs aim at the iaomento 

The^'^roaothoa block ,? situation described should not be resolved by a 

^?^L fcian °i t ? 0 i ee Vf y . lectio n structure to accossaodate each 

K^otion. ^ Instead* xt is essential to sound management than the 
classifies. ion structure ox each organisation be valid in order that 

SLSS ^SSfaSr^* “ 4 0| * u " pmami ttUUmam bs 

i.he ineqMM,es of the present promo Mon policy could be resolved by 
revising policy to authorise the promotioa of an employee who has 
~©en competitively selected for promotion by the Head of his Career 


Approved For Release 


2 


v CIA-RDP80-01 826R00070008001 3-7 




Approved^ Release 2003/04/17 : CIA-RDP80-018J6R000700080013-7 

S-&-C-R-&-T 

10 Nov 

SUBJECT: Revised Personnel Promotion and Assignment Policies 



Service tot who must temporarily remain in a job classified at his 
current grade* Such a revised policy would operate within certain 
budgetary and grade controls, discussed in paragraph e below, to ensure 
that total grade authorizations for each Career Service are not exceed- 
ed » 

d. To maintain consistency with the revised promotion policy as described 
herein, added flexibility in the existing assignment policy could be 
attained by eliminating the one percent control limit presently appli- 
cable to assignments of employees /to positions of grades lower then 
their own* It seeias preferable that Heads of Career Services should be 
able to assign personnel to lower graded positions as justified by 
operational exigencies, so long as the total grade structure of the 
Career Service is not exceeded. The present one percent limitation on 
such assignments is an arbitrary limit without empirical justification. 




e. The Heads of Career Services play a major part in administering the 

Agency 0 a promotion and assignment programs. Therefore, it would simplify 
administration of these revised policies if procedures to control pro- 
motions and assignments were established in relation to the grade struc- 
ture within each Career Service and administered by Career Service Heads. 
Effective controls could be introduced if all f444t££4M 

authorized positions were tabulated by grade level for each Career 

# ## ^ a 

Pm¥JPw£W> WfSPW ipp%%f.p£4i and this combined authorization 
identified as the "Career Service Grade Authorization", Each Career 
Service would be responsible for ensuring that the distribution of em- 
ployees by grade levels within the Career Service would not exceed the 
grade authorization thus computed. In order that the on-board staffing 
structure of each Career Service could be equita- 

ble and uniform basis, military personnel dddtMM Ity MiftiM M 

would be charged against the Ca reer service 
Grade Authorization based on the assimilated rank table 


CONCLUSIONS: 


a. Application of conventional position evaluation techniques needs to be 
coupled with flexible promotion procedures to permit an employee 8 s proper 
advancement when the interests of the Agency require his services in the 
lower graded position. 


b. Heads of Career Services should be authorized to make assignments of 
personnel to lower graded jobs as required by operational needs pro- 
vided that such assignments do not exceed the total grade structure 
authorized for the Career Service. 
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SUBJECT : Revised Personnel Promotion and Assignment Policies 


c 0 Revised policies and comparatively simplified controls to correct the 
-problems discussed can be introduced., 

6 0 HEOQKMDATIOHS: 


It is recommended that the Director of Personnel be directed to prepare 
implementing documents to: 

a„ Authorise Idle promotion of an employee to one grade level above that of 
the position to which assigned when this action is merited based on the 
competitive evaluation of the employee 8 s accomplishments and value to the 
Agency and provided that it is in the best interests of the Agency to 
retain him in the position concerned. 


b e Eliminate the one percent of component calling as a control figure which 
limits the assignment of personnel to lower graded positions and provide 
in lieu thereof that such assignments may be made as required by operating 
conditions subject to controls at the Career Service level outlined in 

the following paragraph. 


c, Control assignments and promotions to ensure that total Staffing Authori- 
zations by grade level Mid Career Service are not exceeded. The controls 
will be established by requiring that each Career Service maintain an 
employee grade distribution that will not exceed the Career Service Grade 
Authorization, 


ILLEGIB 



TTFH 
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DRAFT 


2 7 October ,19 55 

SUBJECT s Revised Personnel Promotion arid Assignment Policies ■' 


TO 


t Director of Central Intelligence 


1« FRQBLEM: 


iO revise personnel, assignment and promotion policies to meet demands 
for added operational flexibility, 

2 0 ASSUMPTIONS* 

a 3 That the Agency wiU continue to use the pay grades and pay scales 
provided by the Classification Act of 1949*; as amended;, but may make 
additional modifications of basic Classification Act principles insofar 
fa.s is necessary to increase effectiveness of personnel mana gem en t .in 
meeting operational requirements . 

bo That existing [~ | Tables of Organisation^ will be revised to pro- 

r„as for a Table of Organization for each Directorate consisting of a 
Staffing Complement and a Development Complement Thee© Complements 
w i.ll consist of the authorised positions to which, assignments and pro- 
motions may be made, . 

3o PACTS BEARING OK THE PROBLEM? 

&a H~ads of Career Services are responsible for ensuring that all employee® 
natter their jurisdiction are considered for promotion and for races® •=> 
mending to the Director of personnel the promotion of those who are best 
qualified, 

b. There are times when the concept of promotion for merit s based on a ocm- 
patitive evaluation of employee » s accompliahmente and value to the 
Agency s runs counter to the concept of }>ay based solely on current 
duties performed. 


Co 


Eclating requirements for 


promotion 


Jin, eludes 


(1.) time-ia-grade requirements; (2) qualification requirements? 0) exist- 
ens;e of a suitable higher graded position through either a vacancy, estab- 
lishment of a new position^ or the reclassification of an oxisting: position 


S-E-O-R-E-T 

Approved For Release 2003/04/17 : CIA-RDP80-01826R000700080013-7 






25X1 A 


c 


Approved^- Release 2003/04/17 : CIA-RDP80-0-^R00070008001 3 


-7 


S-E-C-MT-T 

SUBJECT; Revised Personnel Promotion and Assignment, Policies 


a,.. 


Tl^ i.’ertinp nfc^fgtures of the Agency* e present assignment plici 


(1> SJ f?* 8 ' rtU , be "° hlgiiSr «*”> ttat artfcorw 

xzm. tor the position which he occupies a 
(2) M« e S: 0yee 1)6 aaa ig“«i t» a poaiUon of higher grade then 

XX t? OWl o 

^ a 5i? ir9 ® 8 t0 lower &' &dQd 4obe is anther- 

oVe Mrcmt SS ° • 1 f 3 ^ aaaienn, “ lte **'« limited to 
>H9 per ijamz ox the con^ponont u a codlings 

4< DISCUSSION i 


a,:, 


)o 


f ® 3d0ting promotion policies, there are times when 

be er‘r£Sr^- a tSlLrr°?v i niU f ** Mghar grade duties to 

ee i-r,>moT»eQ runs counter to the Agency's need for flexiMli tv -n^ 

z%^ r :h° *° 4“ 

saw 

r"' f A Service » Application of convention al position anal vetis 

dmrttTtbJ? dutl ff assigned to career mploymts samUme rssult/in 

its’ of the job does not warrant 

j. up^aoing and, therefore cannot accoraaodate the uromoticn i*h-k 

s?,,s St^L^f°srr s “^e— — - iSSSJSs*^ to 

to V- Of 4 l>e reassigned (until he completes his 

S;; ?5 to Mother position \Mch would accommodate thepromotioL 

5?» e " SJSSifS JfT 3 T ; coasioa3 te «“<*> 

S^ d 1 SS«tf? Je0t or ,°P e f ati ™ that it is contrary to 
. fegancy s cost inteiests to reassign them prematurely to other «oai 

S^SSS'jfSJ* to ? Mer to obtalD ««■**»• ^KcTa T5 S£ 

ci. amstanoeSj, it does not seem equitable for the Agency to delay ar 

ln^rs 0 ^ 10700 ^ proinoUon sole ^ because of the Jrade of tS^osition 
in which the Agency needs him at the moment* F<>3i.aon 

*J*. "promotion block B situation described, should not be resolved bv * 

“ST 1n2ld^^ SSif if tion to E£K£ £* 

“icition s^Vo/^SaS^ ^SSTL^kt 

ssrff aSfsr^ ^ optim,m pe “ -x be 

***? p - a -t promotion policy could be resolved tw 
w ^ authoriso toe proiwtion of an employee who has 

' ^ ? titiva ^ v selected for promotion by the Head of his Career 
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imiECits Revised Personnel Promotion and Assignment Policies 




Srrent Sc!df ° S' te Sf a 2‘^ in a j° b olawitted at Ms 

;i ? g aa !" Such 3 revised policy would operate within certain 

aV grade controls, discussed in paragraph e below to- ensure 

£* **»• authorisations fox- each 

IS® ”? lfled I >r< ® oMo '> policy 08 described 

-•Gained hv el s3dst;uig aa ®lgra«Rt policy could be 
a eliminating the on® percent control limit presently anriM- 

own^rt 1 ^^ ° f ? 5)1 ^ e ®f u to Portions of grades lower than " 
«-..ar oim e Xt seems preferable that Heads of Career wmw e h n ,,ij 

personnel to lower graded positions as justified by 

as . <** total ^ade structure of the 

such is Moments" l^L 2St™° T^ 8 .J re ff^ one P^^oent limitation «f 
ts is 811 “•hitrary limit without empirical justification* 

pXa f a m * or ^ *“ adndnisterfng the 
sSrtstrSjS? 1 T fff®" 80 Therefore, it would simplify 

:s~ Eo. 

Ca^'-Wt '^tJon^ -^\? ade t0 r «cogni8e DevelopeJlt 

^^S^irJiSTSJi ff, ^ «■**“* authorisation identified as the 
r4^ne1hl« ^ AuthoMsation«. Each Career Service would be 
i® 4 ? 0 6 vlthl n ?»-f tX J[ Ur,iQ ® biia t the distribution of ; «q?loywi»s by «r*d* 

thus "computed,, Xn°ordw that^’Se'oSbo^i *?*£? the grads authorisation 

^ a f *f f? to Staffing or Development Complaments '&£ t * * 
^•S&Uut^ZST l S9m0 * T M * "•.thomatlc based on the 


COHCi-USIOMSs 

J—,* ** 

«* S.*S^'iTtgr 

^r?» «-«2- 0* 

X'ldsd that such assignment! do not 2ceed «X ^T"* 8 pro~ 

tpxthorised for the Garw «“ ^ 016 tot ‘ rt emie 
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SUBJECT* Revised Personnel Promotion and Assignment Policies 


Co Revised policies and comparatively simplified controls to correct the 
problems discussed can be introduced c 

60 RSCOMMENDATIONS* 

It is recommended that the Director of Personnel be directed to prepare 
implementing documents tos 

a Q Authorise the promotion of an employee to one grade level above that of 
the position to which assigned when this action is merited based on the 
c ompetitive evaluation of the employee "‘a accomplishments and value to the 
Agency and provided that it is in the best interests of the Agency to 
retain him in the position concerned 0 

b<> El imi nate the one percent of component ceiling as a control figure which 
limits the assignment of personnel, to lower graded positions and provide 
in lieu thereof that such assignments may be made as required by operating 
conditions subject to controls at the Career Service level outline! in 
tie following paragraph 0 

Co Control assignments and promotions to ensure that total Staffing Authori- 
sations by grade level and Career Service are not exceeded* The control? 
will be established bys 

CD Computing Career Service Grade Authorizations by tabulating by grade 
level all positions designated to each Career Service on Staffing 
Complements plus appropriate proportionate adjustments at each grade 
level to consider the Development Complements* 

CD Requiring that each Career Service maintain an employee grade 

distribution that will not exceed the Career Service Grade Author- 
ization e 


Approved for submission to Career Council 


/V 

~~u' 'k. iffilTE 
Deputy Director 
(Support) 
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REGULATION 


1. GENERAL 



DRAFT 

10 November 1955 


25X1A 


NOTE; Technical and editorial changes 
have been incorporated in this revised 
draft. There are no substantive changes 
Deleted words are shown by strike out r 
new words are underlined. 

U&A 

TABLES OF ORGANIZATION l 1 


PERSONNEL 



ti 


This regulation establishes the policies and responsibilities governing the 


development and maintenance of Tables of Organization in the Agency. 

2. PQLICT 


ci « 


The Table of 


Organization reflects the Agency 3 s 




t$f personnel authorization of staff employees and staff agents and /// 
off those detailed military personnel and detailed civilian personnel who 
will function within the Agency in a staff capacity. 


b. The Table of Organization is composed of two principal elements the 
total of which constitutes ceilings 

(1) The Staffing Complement which represents ' the authorized manpower 
(number, type, and grade) necessary for each organizational com- 
ponent to enable it to discharge its currently assigned functions- 

(2) The Development Complement which provides the essential flexibility 
to enable each Career Service to administer the recruitment and 
initial orientation of personnel as well as to train and process 


— p 6 fl ft e T 
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PERSONNEL 


personnel for rotation between headquarters and field assignments. 
The Development Complement represents the authorization for those 
employees in. each Career Service who are in the following status 
and are not charged to a Staffing Complement. 

(a) New Employees — Recently appointed professional employees who 


are engaged in orientation and training for periods in excess 
of thirty days before being assigned to a Staffing Complement 
and recently appointed clerical employees who are assigned to 
the Interim Assignment Section pending their assignment to a 


Staffing Complement . 


(b) Returnees from Overseas — Employees who have returned (PCS) 

from an overseas assignment and have not been reassigned to 
a headquarters Staffing Complement. 

(c) Projected Overseas Assignees— Employees who have been released 
from their previous assignments and are in the process of pre- 
paring for specific (PCS) assignments to Staffing Complements 
overseas . 

(d) Trainees— Employees who are engaged in full-time external or 
Agency training for periods in excess of ninety days. 

(e) Detailed Personnel— Employees who are formally detailed out aids 
the Agency for a period in excess of £££ $>$$$$, thirty d ays 
will be assigned to a Development Complement, 

2 

S-E-C-R-E-T 
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RESPONSIBILITIES 


a ° D3puty Directors and Operating Officials* are responsible for developing 
Staffing Complement proposals. Deputy Directors will be kept 

of Agency budgetary and personnel ceiling MUMM allotments 
which will be reviewed periodically and allocations made to each Directorate 
-S^SS ges which have been approved bg; the re views. The authorised 
Staffing Complement will UUfMM reflect the organizational structure, 
number, type and grade of employees authorized for a particular organiza- 
tional unit and will replace its present organization T/o. Policy and 
operational commitments either to perform, expand or contract particular 
functions must be made within these limitations and adjustments made 
accordingly. Operating Officials will ordinarily notify the Chief, 
Management Staff, the Comptroller, and the Director of Personnel simulta- 
neously when they begin the process of developing new Staffing Complement 
proposals or proposals involving significant changes in existing Staffing 
Conplements and Development Complements. This will expedite Staffing 
Complement and Development Complement processing by enabling these Support 
Officers to contribute their staff assistance early in the process. This 
procedure will also develop mutual understanding among the operating 


* QPfating Officials includes Chiefs of Senior Staffs and Area 

oj s^, £ t^tZulr 

under the jurisdiction of the Deputy Director (Support). S 
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c. 


officials and staff elements concerned which will minimize processing 

delays during the formal review of Staffing Complement and Development 
Complement proposals. 

la additior) to tlw Staffing Complement authorizations for each operating 
component. Deputy Directors, and UMt fMM tMi Heads of Car eer 
SgrvioM whom they designate will be authorized Development Complements 
for the assignment of returnees from overseas, projected overseas 
assignees, recruits, outside details and trainees as defined in 
paragraph 2b above. Heads of Career Services are responsible for review- 
ing the experience within their Career Services relative to the number 
Of individuals in such status and for proposing Development Complements 
Cf appropriate size to accomodate such personnel. It will be assumed 
that the average GS grade within each Development Complement is similar 
to the average grade of the Career Service concerned.' Deputy Directors 
and Heads of Career Services are responsible for the proper utilization 
and administration of employees during the period of their assignment to 
the Development Complement. Every effort will be made to insure that 
manpower is retained in tbie status only for the period of time necessary 

to accomplish tho stated orientation, training, rotation, or related 
objective* 

The Deputy Director (Support) for the DCI is responsible for the review 
and final approval of Staffing and Development Complements. 

(1) The Chief, Management Staff is responsible for providing staff 
assistance to operating officials in the development of staffing 
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Complement proposals; for examining Staffing Complement proposals 
as to their soundness of organizational structure, functions and 
procedures and for final recommendation as to the manpower and 
numbers and type of persons involved; he is responsible for 
tiMt- preparing recommendations to the DP/3 on 

Staffing and Development Complement proposals including the 
preparation of a consolidated re commendation for appropriate action 
by the Deputy Director (Support) ; reviewing all Staffing and 
Development Complements each year to determine their relevancy to 
current manpower requirements and coordin ating 

such findings as necessary with those offices concerned; for 
developing and maintaining specific procedures which will, ensure 
the expeditious processing of Staffing and Development Complement 
proposals. 

i.2) The Comptroller is responsible for providing staff assistance to 
operating officials in the development of Staffing and Development 
Complement proposals and for examining such proposals in relation 
to budgetary, fiscal, and related matters prior to the submission 
of such proposals for approval. 

(3) The Director of Personnel is responsible for providing staff assist- 
ance to operating officials in the development of Staffing and Develop- 
ment Complement proposals, and for evaluating positions on authorized 
Staffing Complements, including the proper identification of such 
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positions by Career Service $ the maintenance and dissemination of 
Staffing Complement and Development Complement records j for approving 
the assignment of personnel to both Complements and for maintaining 

appropriate records concerning each individual so assigned. 
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SUBJECT : Revision of Table of Organization to Reflect 

Manpower Staffing and Develnrunant., Requirements 
(Proposed Regulation 


lo The Management Staff and the Office of Personnel have 
carefully reviewed the several plans and recommendations regarding 
the above subject and submit herewith a revised single proposal 
on behalf of Management and Personnel* 


2 0 In submitting this plan consideration has been given to 
the comments and recommendations of SSA/DDS which are in accord 
with the joint views of Management and Personnel „ However* we are 
mindful of the requirements of the DDI and DDS organizations which 
may differ* in varying degrees* with those of the DDP 0 It is the 
recommendation of Management and Personnel that these differing re- 
quirements be met by development of separate operating procedures* 
as needed* to implement the single basic policy and plan* * 

3o Tour approval of the attached basic plan is requested* Upon 
approval* immediate action will be taken to develop necessary imple- 
menting procedures* ' 


25X1 A9A I 

Chief* Management Staff 


Harrison G* Reynolds 
Director of Personnel 


25X1A 


Approved for Submission to the Career Council: 



J*L 


L. K. WHITE 

Deputy Director (Suooort) 


Attachme nt ; 
Draft I 


i 

! 


f. 
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lo GSNERAL 

regulation establishes the pellets: asd wsponsibillties gowning the 

d®reloi»nt and maintenance of Tables o teganJ.aat.lon in the Agency. 

2o POLICr 

a. The Table of teganiaetton rsfleete the Agency*. authorised requirements 
for staff employees and staff agents and for those detailed military 

personnel and detailed oiriUan parnonnel uho eiU function within the 
Age&jy' in a staff capacity 0 

bo Tfee Table ef Organization is composed of tv® principal elements i fee 
totiL of which constitutes ceiling* 

{!) The Staffing Complaint which represents the authorised manpower 
(number, type., and grade) necessary for each organizational com- 
ponent to enable it to discharge its currently assigned functions, 
(2) The Dereloimsnt Complin* which pravidm the essential flexibility 
to enable each Career Service to administer the recruitment aM 
initial orientation of person*®! as well as to train and process 
personnel for rotation between Quarters and field assignments^ 
Th© Development Complement represents the authorization for those 
employees in each Career Service who are in the following status 
and are not charged to a Staffing Complement* 

S=uS-C-SUS«T 
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(a) Mew Bteploy 0 ©»*«-Ilae®itfely appointed professional employe©® who 
are engaged in orientation a si training for periods in excess 
of thirty days before being assigned to a Staffing Complement 
and recently appointed clerical employees who acre assigned to 
tfe® Interim Assignment Section pending their assignment to a 
Staffing Gemplamontc 

(b) Returnees from Overseas** Saployees who have retvamed (PCS) from 
ar. overseas assignment and have net been reassigned to a heed- 
quarter* Staffing Complement o 

Css) ftsojectod Overseas Assignees- «2kaployeea who have beer released 
from their previous assignments and are In the process of pre- 
paring for specific (PCS?) assignments to Staffing Complements 
overseas* 

(fi) Trainees— ^Employees who are engaged ia full-time external or 
Agency training for periods in excess of ninety days* 

25X1 C4A 

to a Development Cmplemento 

3 -, RSSFGBSmaiTIES 

&o Deputy Directors and Operating Officials# are responsible for developing 
Staffing Complement proposals* Deputy 5Hrectors will be kept advised of 



Operating Officials Include i Chiefs of Settlor Staffs and Ares Divisions uoiey 
the jurisdiction of the Deputy Director (Plans) | Assistant Directors under the 
jurisdiction ©f the Deputy Director (Intelligence); and Chiefs of Staffs* the 
Comptroller, the General Counsel * and Directors of Offices under the jurisdic- 
tion »t the Deputy Director (Support)* 
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A gensf budgetary and personnel celling limitations which tail be reviewed 
periodically and allocations made to each Directorate* The authorized 
Staffing Complement will determine the organizational structure,, ntznher, 
type 9 and grade of employees authorized for a particular organizational 
unit and will replace its present organization T/0 o Policy and operational 
cmmsltmenbs either to perform* expand or contract particular functions must 
b» made within these limitations and adjustments made accordingly 0 Oparatiig 
Of Medals will ordinarily notify the Chief s Management Staff* the Comptroller* 
and the Director of Personnel siratO-ianooualy when they begin the process of 
darreloping new Staffing Complement proposals or proposals involving sig- 
nifioant changes in existing Staffing Cemplements and Development Complements,, 
TxL% will expedite Staffing Compiesaoat and Development Complement processing 
by enabling these Support Officers to contribute their staff assistance 
early in the process* This procedure will also develop mutual understanding 
amosag the operating officials and staff elements concerned which will 
a&riaiz© processing delays during the formal review of Staffing Complement 
and Development Complement proposals* 

b 0 la addition to the Staffing Complement authorizations for each operating 
component* Deputy Direct ora, and Career Service Beads whom they designate 
wall be authorised Development Complements for the assignment of returnees 
fz^m. overseas, projected overseas assignees, recruits, outside details and 
trainees as defined in paragraph 2b above* Heads of Career Services are 
responsible for reviewing the experience within their Career Services rela- 
tive to the number of individuals in such status and for proposing Development 

3 

Approved For Rele£^Hfcfe&*#'l7 : CIA-RDP80-01826R000700080013-7 




R6GQM.TI0M 
25X1 A 


Approved For Release 2003/04/17 : CIA-RDP80-01826R000700080013-7 

25X1 A 

TmsomL 


Complements of appropriate else to aeoosodate such personnels It will 
b# assumed that the average GS grade within each Development Complement 
i » similar to the average grade of the Career Service eoncsme&o Deputy 
Directors and Heads of Career Services are responsible for the proper 
utilisation and administration of employees during the period of their 
alignment to the Development Ccmplaanentc Every effort will be mad® to 
insure that manpower is retained in this status only for the period of 
taiae necessary to accomplish the stated orientation, training, rotation, 
op related obj active 0 

Co The Deputy Director (Support) is responsible for the review and final 
approval of Staffing and Development Complements o 
(1} The Chief, Management Staff is responsible for providing staff 
assistance to operating officials in the development of Staffing 
Complement proposals! for examining Staffing Ccmplema.ii proposals 
as to their soundness of organisational structure , functions aed 
procedures and for final recommendation as to the manpower and 
msabers and type of persons involved! he is responsible fear the 

final recommendation on Staffing ard Development Complement pro™ 

>■% ■ 

pos&Ls including the preparation of a consolidated recotoaendation 
for appropriate action by the Deputy Director (Support )| reviewing 
all Staffing and Development Complements each year to determine 
their relevancy to current manpower requirements and will coordinate 
stsoh findings as necessary with those offices concerned j for developing 
and maintaining specific procedures which will ensure the expeditious 
processing of Staffing and Development Complement proposals « 
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( 2 ) The Comptroller Is responsible for providing staff assistance to 
operating officials in the development of Staffing and Development 
Complement proposals and for examining such proposals in relation 
to budgetary, fiscal, and related matters o 

(3) The Director of Personnel is responsible for providing staff assist- 
ance to operating officials in the development of Staffing and Develop- 
ment Complement proposals, and for evaluating positions on authorized 
Staffing Complements, including the proper identification of such 
positions by Career Service; the maintenance and dissemination of 
Staffing Complement and Development Complement records; for approving 
the assignment of personnel to both Complements and for mai ntai 
appropriate records concerning each individual so assigned 
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